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This report is the result of a review of the selection procedures 
currently being used by the City of Kalamazoo to select appointees to the 
City police force. 


In short, the procedure is as follows: 


i. 


The interested applicant is given e primary interview in the 
Personnel Department, et which time a list of requirements, etc., 
are given to him and explained. 


If he meets the basic requirements of age, educetion, physical 
eondition, weight, etc., he is given an application to complete 
and en appointment to take the written test is made. 


The written test is administered and all are notified of the 
results. 


ALL who pass the written exam are given « questionnaire to 
complete and the background investigation is started, police and 
personal records checks are made, as well as a polygraph test 
made, as paxt of the background check. 


fn orel interview is conducted by an Oral Interview Board. 


Applicants who pass these tests are given the physical test. 
Appointment is made. . 


The focal point of this study was directed to the written test. Key 
questions asked were: 1) Is the A.G.C.7. (Army General Classification Test - 
Civilisn Edition) the best selection test we can use as rated by its value 
and usefuliness? 2) Are there any areas where the test or other procedures 
coulé possibly be discriminatory against any particular persons or group of 
persons? 3} Is the present "passing score” realistic? 


fhe areas used to examine the procedure were: 


A. 


B. 


Wheat kind of & job has the present procedure done as measured 
by turnover statistics? 


Whet are the opinions of various experts in the field of Police 


Administration regarding the use of mental tests in generel, end 
the A.G.C.T. test in particular, as devices to select policemen? 


Findings and Conclusions 


The results of this study substantiates the use of the A.G.C.T. test 
and the continuation of the present passing score. Both our ow records 
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regarding turnover during the first three years of employment and quotations 
from a variety of police administration officials and public administration 
groups bear out the wisdom of using our current procedures. 


One change is being made in our procedures as a result of this study 
in order to strengthen the present program and to further insure the chances 
of each individual applicant. We propose to add to the written test battery 
the use of the Wonderlic Personnel Test. The addition of this test will pro-e 
tect the applicants from the rare occasion where the particuler internal 
structure of the A.G.C.f. might be such as to not measure his true abilities. 
Having a chence to prove himself on either of two highly respected and quite 
different tests will provide all applicants with every opportunity to prove 
their capabilities. 


Quotations on the Use of Mental ests to Select Police Officers 


Q. W. Wilson, Supt. Chicago Police Department, Dean Emeritus, University of 
California Police School. Police Administration, pp 15, 2 


Eliminating the Unqualified ~ 

It should be remembered that public employment is a privile; ge and not 
& right. It is reasonable, therefore, to reject any candidate who may have 
failed to meet the minimum qualifications for police service. 
Intelligence 

Meny police tasks have complex ramifications involving socially sig- 


nificant problems that call for a relatively high level of intelligence for 
recognition, analysis, and solution. Intellectually inferior policemen cen 


not provide the kind and quality of service needed to deal with these situations. 


Crime prevention in its broadest sense demands the service of unusually 
competent policemen, and progress in this direction will be somewhet in pro- 
portion to the intelligence that is brought to bear on these problens. 


Several departments have demonstrated the feasibility of requixing 
@ minimum intelligence quotient of 112, and the superior performance of 
the talented officers in these departments has proved the wisdom of this 
Standard. Fromotions to supervisory and command positions must be denied to 
policemen of inferior intellect if impsirment of service is to be avoided, 
whereas, when the intelligence of the entire body of the force is high, come 
petent leadership within the department is insured, and the department can 
safely promote through the ranks to the very top positions. 


Tt should be remembered that if the minimum educational standard for 
police recruits is to be set at two years of college work, the intelligence 
Quotient of 112 is almost automatically set as a minimum, since it is coneeded 


that students with less than this rating will be unable to complete college 
work successfully. The intelligence of college students is generally of a 
higher order than that indicated by en intelligence quotient of 112; and with 
entrance requirements in solleges and universities being raised continuously, 
it may be that an intelligence quotient of 115 to 120 will become the standard 
for police officers. 


Information Tests 


The use of information tests, especially those relating to criminal lav, 
police procedure, and geography of the community is unwise. The objective is 
to select candidates possessing needed intellectual capacity; this endowment 
can be measured more accurately by suitable, validated general intelligence 
tests than by tests of information the answers for which the candidate may 
exequire by cramming and which he may quickly forget. 


International City Managers’ Association. Municipal Police Administration 
pp. 131. 


Intelligence 


The modern policeman is required to deal with complex legal concepts . 
and often is involved in community problems which require considerable insight 
and the ablilty to adapt to widely different circumstances. He must be able, 
poth as a recruit and later as a supervisory officer, to absorb readily the 
constantly expanding volume of material with which a policeman mist be femiliar. 
No one is quite sure what intelligence tests measure. However, if a well 
standardized adult intelligence test is used, the applicants who will have 
trouble keeping up with the rest of the class in recruit school can be 
eliminated. It is not possible to set an IQ or a percentile rating that would 
hold for every intelligence test or every department. One of the best, the 
Army General Claséification Test, was stanéardized on hundreds of thousands of 
subjects. A amber of cities in one state use the 75th percentile (115) on 
this test as parsing, as an exemple. In any case, the police reeruit must be 
of above average intelligence. How far above is determined in part by the 
local lebor market and experience with a well«standardized test. 


Joha P. Kenney, oe of Southera Celifornia, Police Management Planning, 
pp. 60-62. 
Educational Requirements 


. Bhese shovld be set eas high as possible to attract the best candidates, 
but usually should not be lover than the completion of high school. Although 
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no studies have been made to evaluate the importance of advanced education, 
progressive police administrators generally agree thet a university or. 
college trained person is better qualified than one who lacks a broad edue 
eational experience. 


For candidates who meet minimm educational standards, an additional 
requirement of an intelligence quotient of 112 is deemed advisable. 


Meny other opinions could be presented from persons skilled in police 
administration, public personnel administration, ete., on the wisdom of 
selecting police candidates on the bases of mental ability. Meny police 
information tests can frequently be passed by those who through design or 
chance learn a police vocabulary or study samples of such tests which are 
availeble at any library. Such tests are concerned more. with interest and 
knowledge of police type information than mental ability. Sinee the City 
provides extensive recruit school training, it is more important that a new 
police officer be capable of learning and applying that which will be taught 
to him than it is to have had some interest in the work. Wot that interest 
is not importarit; it is, but no police officer, regardless of his interest, 
ean be successful. if he is not able to cope with the difficult problems and 
learning requirements the modern police officer feces in his work. : 


Turnover Statistics 


The deta on turnover rates clearly shows the value of the present pro 
cedure over padt methods. The date was accumulated by following the employ- 
ment records of all new officers appointed to the force in the past 10-year 
period. The time of study was confined to their first three years on the 
force because this is the period in whieh the men leave because of inebility 
to adapt to police work. Those who stay on the force three or more years 
seldom leave for reasons of this nature. 


The turmmover figures show that prior to the use of the A.G.C.Tf. test 
the losses during the first three years were much higher then they have been 
since using the A.G.C.T. About one-third of all the men hired between Sh 
and °57 failed to last three years, while less then one-fifth of those hired 
since '58 have failed to work for at leass three years. The turnover 
statistics also present realistic evidence of the velue of using a polygraph 
test in the selection procedure. The loss of new men has been remarkably 
low since the polygraph test was instituted. 


One does not have much difficulty in accepting the use of e polygraph 
test in an applicant screening situation when they understend what its pur- 
pose is. The purpose of the polygraph test, as part of the applicant's 


baskground check, is to determine if the applicant is attempting to deceive 
the City in his answers to basic questions which are pertinent to his abilities 
and success as & police officer. Such matters as the cendidate’s honesty, 
loyalty, integrity and personal habits axe important aspects of this kind of 
work, and acceptable character is an absolute necessity. If one is willing 

to attempt deception as an applicant for police work, he will not be able 

to carry the heavy responsibilities of police service. 


It is as important to the candidate as it is to the City thst no person 
be appointed who is not likely to succeed. Many men give up hard-earned 
seniority and fringe tenefits to become probationary patrolmen. Others have 
to give up long-standing residency in.cther areas and move. Thus new officers 
frequently come at considerable personal sacrifice to accept an appointment’ 
on the police force. It therefore behooves the City to find and use any means 
passible to identify and select only those candidates who can be predicted to 
have a good chante for success. The City spends hundreds of doliars end con~ 
siderable time and effort in training recruits. Every unsuccessfvl recruit 
represents an effective loss of this effort and funds. 


No selection procedure is perfect, and the greater one attempts to 
approach perfeetion the more he must be willing to spend to achieve these 
results. Hiring methods must be under constant serutiny. Each candidate 
@eserves & reasonable and unbiased opportunity to be considered, end City 
taxpayers deserve the insurance that this money is spent in a prudent manner. 
Overshedowing the entire process must be the realization that the entire 
commnity’s selfare is somewhat at stake whenever a person is appointed to 
the police force. 
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